





Stacho, Z., Stachová, K., & Raišienė, A. G. (2019). Changes in approach to 
employee development in organizations on a regional scale. Journal of International 
Studies, 12(2), 299-308. doi:10.14254/2071-8330.2019/12-2/19 
Change in approach to employee 
development in organizations on a 
regional scale 
Zdenko Stacho 
Institute of Civil Society,  





Institute of Civil Society,  




Agota Giedrė Raišienė 
Institute of Leadership and Strategic Management, 




Abstract. Human capital is frequently viewed as the only resource that can be 
constantly developed, and it can be denoted as key in the long term in efforts to 
increase the level of organisations. This paper aims at analysing the present state 
of focus of Slovak organisations on systematic education, on comprehensive 
targeting of education on all employees, as well as on the assessment of 
effectiveness in education in the context of a relationship to the region in which 
such organisations operate. Several partial objectives, such as a questionnaire 
survey conducted in Slovak organisations between 2013 – 2017, were fulfilled in 
order to accomplish this objective. Statistical hypothesis testing aimed at 
specifying the relationship between the region of operation of the given 
organisation and the execution of activities related to systematic education of 
employees in it, the focus of the organisation on education of all employees, and 
the assessment of effectiveness in the education provided by them, confirmed a 
link between the analysed variables. Positive changes in the selected attributes in 
time were evaluated by the fixed-base index. 
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1. INTRODUCTION 
Contemporary society needs to invest more and more into life-long learning because of rapid changes 
in life and business environment. As Furnham (2009) noticed, in today’s world, progress of science and 
technology caused virtual reality and job automation, economic shocks lead to crises in the stock markets, 
and current social trends are associated with demographic trends and attitudes towards relationship and 
materialism - all these and other challenging circumstances lead to persistent economic competition for 
new and different sources. On the other hand, life-long learning becomes compulsory because of so called 
half-life of knowledge, i.e. the time in which much of usable knowledge is reduced and shortened 
enormously (Jankelova et al., 2017; Korsakienė et al., 2017). Life-long learning is therefore becoming an 
inseparable part of the life of both employees and organisations (Vázquez et al., 2013; Hitka et al., 2017, 
Jankelová et al 2017) as the ability to learn quicker than competitors is the only really effective competitive 
advantage in the modern world (Aggestam, 2006). Any organization that learns too slow, while other 
organizations evaluate and overcome challenges quicker, eventually fails.  
The fact that employee improvement and creation of learning organization is an important long-term 
business development factor allowing to maintain competitive advantage is shown by a plethora of studies 
in different countries and fields, e. g. Susanty & Salwa (2017), Farrukh & Waheed (2015), Argote & Miron-
Spektor (2011); Amitabh & Sinha (2012), Lyly (2012), Vitkienė (2013), Vveinhardt & Minkutė-Henrickson 
(2015), Welo & Ringen (2018), Iqbal et al. (2018), Antonacopoulou et al. (2019), Qi & Chau (2018). On a 
more narrow, organizational management level, employee improvement is especially important in order to 
reach organizational goals (Davar & Parti, 2013; Farrukh & Waheed, 2015; Mills et al., 2009). As Bilan et 
al. (2019) notes, the lack of workers’ education is a negative factor to run business. 
In order to reflect on the modern world challenges and put life-long learning to practice, 
understanding the importance of a learning organization on business success is not enough. As Welo and 
Ringen (2018, 150) emphasize, “any successful improvement effort has to start with measurements of key 
characteristics associated with current practices, followed by a contextual implementation strategy scalable 
to the actual business environment”. Unfortunately, it should be noted that few studies examine how 
organizations take care of their employee improvement through education and training on a wider than 
sectoral scale. Since the success of separate organizations is important for the competitiveness of regions 
and the whole country (Susante & Salva, 2017; Melnikas, 2014; Gavrea et al., 2011), we base our research 
relevance on this lack of research. Thus, the aim of the paper is to analyse the present state of focus of 
Slovak organisations on employees’ education as well as to assess the effectiveness in education in the 
context of the region in which such organizations operate.  
The article is arranged as follows: the theoretical analysis part describes arguments which substantiate 
the importance of employee improvement for organizational goals and competitiveness; methodological 
part raises the questions of the research and presents the construct of the research; further, the results of 
the research are discussed while the last part of the article formulates conclusions. 
2. LITERATURE REVIEW 
Scientific publications develop a discussion on the terms which describe employee education and 
training. Various terms are used and collated, the most often used of which are organizational learning, 
employee education, employee training, and staff development. Authors (such as Örtenblad, 2018, 2001; 
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Wang & Ahmed, 2003; Pedler & Burgoyne, 2017) claim that it is purposeful to combine some 
conceptions, e. g. knowledge management and learning organization as well as to understand that the idea 
of a learning organization was not exhausted, it transformed. It has become more important not to discuss 
what a learning organization is or what is employee development or knowledge management, but to try to 
apply the scientists’ recommendations, seek to make use of researchers’ insights for the organizations’ 
advance and sustainability. Based on this approach, we use the terms describing employee improvement 
interchangeably. The theoretical part attempts to substantiate why organizations should care about 
employee improvement while the empirical research discussion justifies why the society should care about 
organizations’ attention to employee improvement.  
Human capital is frequently viewed as the only resource that can be denoted as a key in the long term 
in efforts to increase the level of organisations (Chidambaram, 2014; Kruss et al., 2015, McDonell et al., 
2014). The employees who are educated and whose development is paid attention by their organisations 
are typically highly committed in work for their organisations and in the fulfilment of organisational goals, 
they are proactive and constantly willing to learn (Li et al., 2009, Vnoučková, 2013, Arvanitis et al., 2015, 
Koisova et al., 2017). The role of managers is to identify employee potential, and create room for their 
development, which is essential not only for the advancement of organisations, but also for employee 
satisfaction (Rothwell & Williams, 2010) as the employees often decide whether to remain in their 
organisation or to leave on a basis of provided development possibilities (Nilson & Elstrom, 2012).  
In order to retain the greatest possible amount of potential employees willing to learn and develop, it 
is desirable that organisations had developed a training system, which typically deals with the employees 
with key competences for the operation of the company and their successors, as well as an established 
programmes of education and career management for all employees who are expected to remain in the 
organisation for more than five years. In such case of career management, it is possible to achieve a 
number of positively motivated employees of up to 70 percent in only three years (Hroník, 2007). 
Lyly (2012, 2014) states that the realization of learning organization concept became meaningful 
when business companies invoked employee education and training in order to increase growth, 
competitiveness and resilience to external changes. The creation of a learning organization became a key 
factor of long-term business development which helps to acquire and maintain competitive advantage 
(Argote & Miron-Spektor, 2011; Susanty & Salwa (2017), Amitabh & Sinha, 2012; Farrukh & Waheed, 
2015) while requiring constant flexibility, openness and change acceptance (Bersėnaitė & Šaparnis, 2007). 
The importance of employee improvement is shown by research on the reasons of organizational 
failure. Having analysed a range of organizations that went bankrupt, Kyndt et. al (2013) noticed that 
organizations which employ lower qualification employees tend to go bankrupt more often. Davar and 
Parti (2013) also claim that organizational learning helps an enterprise to sustain. 
It is important to emphasize that in the aspect of business competitiveness and work effectiveness, 
only the improvement of the whole organization is effective rather than one-time solutions (Blodgood & 
Salisbury, 2001; Welo & Ringen, 2018). For example, a research conducted by Skrickienė et al. (2018) 
evaluated the education and training on an organizational level as the most effective, group and team level 
education as less effective and individual education as least effective. Unfortunately, the research indicated 
that employees educated and developed themselves primarily based on their own decision, as their 
organisations often did not provide them with sufficient motivations and stimuli (Schlechter et al., 2014; 
Hoole & Hotz, 2016; Tansley et al., 2016). Of course, employees are responsible for their improvement as 
well, however, employee education and training should firstly be a part of organization’s strategic 
development (Vveinhardt & Minkutė-Henrickson, 2015), consolidated in the organization’s values, plans 
and daily operations (Beirat et al., 2018).  
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In general, the majority of scientific studies prove that employee training is not only a matter of 
employees and their direct managers but a strategic task of an organization. For example, Iqbal et al.  
(2018) raises the attention to employee skills and abilities to the level of organizational culture and claims 
that high work performance culture can be created through employee education and training. Lyles (2014), 
Wang & Ahmed (2003) and Brix (2019) discovered that organizational learning is related to the 
organization’s ability to create innovations which directly decides the organization’s competitiveness. Iqbal 
et al. (2018) also emphasizes that employee training is a systematic process dedicated to change the 
employee behaviour with the goal to improve organizational results. In addition, Beirat et al. (2018) states 
that sustained education of employees in an organization creates the spirit of interaction and knowledge 
sharing which directly influences the achievement of organizational goals. 
The fact that employee development influences successful transformation of organization and high 
achievements is proved by many studies by various authors, e. g. Marquardt (1995); Marshik and Watkins 
(2003), Vitkienė (2013). Therefore, educating employees and implementing employee teaching/learning 
and improvement systems is extremely important. Nevertheless, organisations do not always respect this 
necessity. They implement different approaches to the educational policies and strategies, and some of 
them are random or unplanned, i.e. when necessary trainings are provided not sooner than after the need 
to gain the given knowledge or experience has arisen (Joniaková et al., 2016, Bartakova et al., 2017). 
Therefore, it is important to educate not only the employees of the organization but leaders as well so that 
they more deeply understand the importance of employee improvement. 
3. METHODOLOGY 
Different partial objectives were accomplished in order to achieve the objective of the article, such as 
a questionnaire survey, statistical evaluation of the formulated hypotheses, and evaluation of the overall 
change of the analysed attributes using the fixed-base index.   
Three research questions were formulated and conditioned with regard to the objective of the article: 
1. What was the score achieved by the examined organisations in their activities related to the 
implementation of a systematic employee education process? Are there statistically significant 
differences between the regions of operation of the organisations?  
2. What was the score achieved by the examined organisations in the area of education of all 
employees? Are there statistically significant differences between the regions of operation of the 
organisations? 
3. What was the score achieved by the examined organisations in their activities related to the 
assessment of effectiveness in education? Are there statistically significant differences between the 
regions of operation of the organisations?  
The hypotheses were formulated on the basis of the defined research questions and tested in the 
questionnaire survey and subsequent statistical evaluation: 
 Hypothesis H1: There is a statistically significant relation between the region of operation of 
organisations and the implementation of a systematic employee education process; 
 Hypothesis H2: There is a statistically significant relation between the region of operation of 
organisations and focus of the organisations on education of all categories of employees; 
 Hypothesis H3: There is a statistically significant relation between the region of operation of 
organisations and the implementation of the assessment of effectiveness in employee 
education. 
For the needs of this article, data obtained from research conducted between 2013-2017 were 
applied, and the top representatives of Slovak institutions were interviewed. Its objective was to uncover 
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the present state of talent management in Slovak organisations. A questionnaire in which the participants 
in the study responded to 90 questions focused on the issue of formal human resource management in the 
organisation was used as a research tool. The answers to the questions focused on employee education 
were used for the needs of this article. The answers to the questions focused on innovative company’s 
environment were used for the needs of this article. The amount of the interviewed institutions was 573–
609 every year (depending on the availability of personal contacts of external students, which were used to 
address the participants in the research), while the response rate of comprehensively completed 
questionnaires was 60–67%. 
In order to define a sufficient research sample, two stratification criteria were determined. The first 
criterion was the region of operation of the organisation based on the NUTS classification (La 
Nomenclature des Unités Territoriales Statistiques – Nomenclature of territorial units for statistics created 
by the Statistical Office of the European Union.); Slovakia was divided according to the NUTS 2 category, 
while the structure of the research sample was based on the data provided by the Statistical Office of the 
Slovak Republic. 
The second stratification criterion was a minimum number of employees, determined to 50 
employees, thus excluding small enterprises from the research sample on the one hand, however the 
importance of focusing on a formal human resource management system in the organisations with 50 and 
more employees was followed on the other hand. 
The data provided by the Statistical Office of the Slovak Republic during the monitored period 
indicated that the number of organisations with 50 and more employees in individual regions was 
oscillating around similar values, while the regional structure of the organisations with over 50 employees 
in the given years is provided in the following Table 1. 
Table 1 
Regional structure of organisations with more than 50 employees 





Central Slovakia Eastern Slovakia 
Districts BA TT, TN, NR BB, ZA KE, PO 
Number of  organisations 2013 1.102 911 645 606 
Number of  organisations 2014 1.098 904 644 612 
Number of  organisations 2015 1105 916 651 613 
Number of  organisations 2016 1.114 923 649 621 
Number of  organisations 2017 1.123 926 654 623 
 
Source: data processed according to the Statistical Office of the Slovak Republic; Authors’ calculations 
 
Determining an optimal research sample of the given basic group of organisations, Confidence Level 
of the research was set at 95%, and Confidence Interval of the research was set at H = +/–0.10. On the 
grounds of the given criteria an additional, respectively relevant research sample for individual regions of 
Slovakia was set in the analysed years (Table 2). 
 
Table 2 
Size of the research sample for individual regions of Slovakia 




Central Slovakia Eastern 
Slovakia 
Districts BA TT, TN, NR BB, ZA KE, PO 
Number of  organisations 9781102-1123 904–926 644-654 606-623 
Size of  research sample 88 87 84 83 
Source: own research. 
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The measured values were statistically processed and assessed by calculated chain indices (values 
changed since the previous year), and fixed-base indices (values changed since the first year). 
4. EMPIRICAL RESULTS AND DISCUSSION 
Adaptation to global changes presupposes facing new challenges, gaining new knowledge and skills and 
accepting new roles and responsibilities by both employees and employers. The key role will be 
predominantly played by personal development, which will be responsible for an ability of employees to 
succeed in these challenges. With that in mind, we were interested in whether the interviewed 
organisations realised the need to focus on a comprehensive and systematic approach to employee 
education, and whether they were actually dealing with it in practice (Table 3). 
 
Table 3 
Chain index of the companies focusing on talent management 
Focus of  organisations on 
talent management 










n n n n n 
Organisations educate 
employees systematically 
98 1.020 100 0.980 98 1041 102 1.059 108 
The organisation is focused on 
education of  all the categories 
of  employees 
173 1.006 174 1.023 178 1.051 187 1.059 198 
Organisations assess 
effectiveness in education 
84 1.012 85 1.047 89 1.101 98 1.010 99 
Σ 355 1.011 359 0.992 356 1.087 387 1.047 405 
Source: own research 
 
As the comparison of the outcomes of individual years shows, a slight increase was recorded in all 
years with the exception of 2015, when a slight decrease in the monitored attributes of the focus of 
organisations on education of employees was recorded. 
With regard to the aforementioned, we consider the evaluation of the overall change in the analysed 
attributes in the monitored period to be necessary. Table 4 presents the data processed within the 
performed analysis. 
Table 4 
Fixed-base index of the companies focusing on talent management 
Focus of  organisations on talent 
management 










n n n n n 
Organisations educate employees 
systematically 
98 1.020 100 0.000 98 1.041 102 1.102 108 
The organisation is focused on education 
of  all the categories of  employees 
173 1.006 174 1.029 178 1.081 187 1.145 198 
Organisations assess effectiveness in 
education 
84 1.012 85 1.060 89 1.167 98 1.179 99 
Σ 355 1.011 359 1.003 356 1.090 387 1.141 405 
Source: own research. 
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As Table 4 shows, the overall increase of focus on the education of employees in the interviewed 
organisations compared to the first year of the monitored period was recorded in each of the following 
analysed years. It can thus be concluded that the share of organisations focusing on the activities related to 
complex education of employees increased in the monitored period. 
Table 5 shows the numbers of organisations according to the score of the examined attributes 
achieved in individual regions in year 2017. 
 
Table 5 
Focus of organisations on complex education of employees in regions according to NUTS 














BB, ZA KE, PO Σ 
Focus of  organisations on talent management 
Organisations educate employees systematically 46 34 19 9 108 
The organisation is focused on education of  all the 
categories of  employees 
68 55 42 33 198 
Organisations assess effectiveness in education 43 25 21 20 99 
Source: own research. 
 
The major share of the companies executing the activities related to systematic education of 
employees was recorded in the region of Bratislava (n = 46), representing 42,59% of all the analysed 
organisations from this region. Likewise, the largest number of organisations from the region of Bratislava 
(n = 68), representing 34,34%, focused on the education of employees of all the categories of employees. 
Overall, (n = 198) 57.89% of Slovak organisations dealt with the activities related education of employees, 
but only (n = 99) 28.95% of them focused comprehensively on it. 
The parametric Pearson’s correlation test (r) was used for the purpose of the statistical evaluation of 
individual correlations. 
H1: The outcome of the Pearson’s correlation test proves a statistically significant relationship 
between the region of operation of an organisation and the activities related to a systematic employee 
education process executed in it. The given variable correlates at the significance level sig. = 0.01 with the 
value of the Pearson’s correlation coefficient r = 0.312. The required level of the significance value was 
achieved hence this hypothesis has not been rejected. A moderate relationship between the analysed 
variables can be confirmed. 
H2: The outcome of the Pearson’s correlation test proves a statistically significant relationship 
between the region of operation of an organisation and the focus of the organisation on the education of 
all the categories of employees. The given variable correlates at the significance level sig. = 0.01 with the 
value of the Pearson’s correlation coefficient r = 0.298. The required level of the significance value was 
achieved hence this hypothesis has not been rejected. A moderate relationship between the analysed 
variables can be confirmed. 
H3: The outcome of the Pearson’s correlation test proves a statistically significant relationship 
between the region of operation of an organisation and the focus of the organisation on the 
implementation of the assessment of effectiveness in employee education. The given variable correlates at 
the significance level sig. = 0.01 with the value of the Pearson’s correlation coefficient r = 0.131. The 
required level of the significance value was not achieved hence this hypothesis has been accepted. A weak 
relationship between the analysed variables can be confirmed. 
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If human resource management is to effectively fulfil demanding roles associated with the formation 
of adequate potential in line with the objectives of companies, a functioning system of employee 
education and development, reacting to constantly changing environment, and leading to increased 
performance is necessary. Adaptation to global changes presupposes facing new challenges, gaining new 
knowledge and skills, and accepting new roles and responsibilities by both employees and employers. The 
key role will be predominantly played by personal development, which will be responsible for an ability of 
employees to succeed in these challenges. According to the “Digital Agenda 2020” study conducted in 
Germany, Austria and Switzerland in 2015, the greatest restraint in the currently ongoing digitalisation 
process is a lack of qualified employees and problems associated with their professional as well as further 
education (Rössler, 2015).  
However, as a study conducted by the CRANET research network, which analysed more than 4,200 
companies in 2014-2015 showed, organisations not always respect the necessity of systematic education of 
all employees and implemented different approaches to the creation and implementation of educational 
policies and strategies from random or unplanned (i.e. when necessary trainings are provided no sooner 
than after the need to gain the given knowledge or experience has arisen) to targeted approaches. A 
systemic approach to employee education was implemented by an average of 51.3 % of EU organisations 
(Blštáková, 2018) and as our research showed by only n=108, representing 32 %, of Slovak organisations.  
The effects of the seat of organisations on employee education was also analysed. Unfortunately, the 
results obtained by the research agreed with the results of a research conducted by the Business Alliance 
of Slovakia, which indicated that the highest education was achieved by citizens working in four districts 
of Bratislava, and the level of education decreased eastwards (Hajko et al., 2011).  This situation may result 
in an even more significant increase of disparities between the economic performance of individual Slovak 
regions. 
The assessment of effectiveness in employee education was also focused on, and such assessment 
was at the same time the starting point for the identification of further educational needs. The assessment 
should provide an answer to the question to what extent the set educational objectives have been fulfilled 
(Papula et al., 2018; Potkány, 2009). However, the results of the research documented insufficiencies in 
this area in Slovak organisations. The research study of the CRANET network indicated that effectiveness 
in educational processes was assessed by approximately 56 % of Austrian and German companies.  
Despite the fact that the share of organisations dealing with the assessment of effectiveness in education 
increased in Slovakia from n=84 (25%) to n=99 (29%) in the monitored period, this is still unsatisfactory. 
5. CONCLUSIONS 
The article deals with changes in the focus of Slovak organisations on development of employees 
between 2013–2017 on the basis of partial indicators, such as individual activities related to education of 
employees, a finding whether the organisations provide employee education systematically, a finding 
whether organisations assess effectiveness in education, and the focus of the interviewed organisations on 
individual categories of employees being educated. The outcomes of this research are also presented in the 
context of the outcomes of researches conducted by authors, which provided a basis for evaluating the 
level of the data collected in Slovak organisations. With that in mind, the authors do not regard the 
present level as sufficient. However, the increasing trend clearly declared by the results of the research, has 
been evaluated positively. With reference to the fact that systematic work with employees is considered as 
key in ensuring competitiveness and added value in the future, we identify with authors such as 
Kachaňáková et al. (2013) and Stachová et al. (2017), who declare that a functioning system of employee 
education and development, response to constant changes in environment and leading to increased 
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performance has to be part of human resource management in order to fulfil demanding tasks associated 
with the formation of adequate potential in compliance with organisational objectives effectively. 
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